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Publisher’s Page

How Social Media can lose that job!
Social Media Can be an ‘End-All’ 
If Used Unwisely

M
any people believe the 

advent of social media 

like Facebook may be 

the single-most impor-

tant break-through, thus far, in the new 

century. As a new medium that has 

spawned successive billionaires and 

literally connected the global commu-

nity in an unprecedented way, the label 

“most important break-through” may 

not be so far-fetched. 

But with such a powerful medium 

comes hidden dangers. In the search 

for a new career or job, social media, 

such as Facebook, are powerful tools 

that can help or hinder a job seeker. It 

is all about being appropriate. If you are 

going to employ social media social me-

dia as a tool to aid your job or career 

search, leverage your network as you 

search for your next position. Let peo-

ple know what you are looking for and 

ask them for an introduction to anyone 

who is working at your target company. 

Use social media to find key people to 

connect with in the industry or company 

you are considering.

You may also need to do some sani-

tizing on your personal social media 

pages. Make sure your social media 

profiles are not offensive or distracting 

from the image you are trying to portray. 

Never include images from your college 

drinking days with your buddies at your 

favorite bar, or explicit scenes from your 

party animal days. These will not endear 

a prospective employer to you --- in-

stead, they will be huge turn-offs.

Choose your words wisely. Offensive 

language or obscenities should never 

be used. Decency is in order here. If 

you wouldn’t want your parents, grand-

parents, priest o pastor reading it, re-

move it. This rule is not limited to what 

you post, but also to what your friends 

and colleagues are posting. If someone 

comments on your photo, and you think 

it may be inappropriate for a profession-

al audience, delete the photo or com-

ment if you can.

Avoid comments about controversial 

issues such as religion, politics and oth-

er hot topics. Regardless of how pas-

sionate you are about a topic, be leery 

of voicing your opinion in a public arena. 

Lastly, perform a search on yourself 

online — you may be surprised at what 

surfaces. You don’t want to be disquali-

fied from a potential opportunity be-

cause your social media persona casts 

you in an unflattering light.

	 	 	 Calvin
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Making It…

ROSEMEAD, Calif., March 31, 2011 – The 
board of directors of Edison International 
(NYSE:EIX) has elected Janet Clayton to 

the position of senior vice president, Corporate 
Communications, effective April 4. In her role, 
Clayton will lead the corporate communications 
function across E dison International, including 
internal and external communications, corpo-
rate and brand positioning, and community rela-
tions and philanthropic programs. 

“Janet brings a deep and highly regarded 
knowledge of media, philanthropy and com-
munity engagement,” said Ted Craver, chairman 
and chief executive officer of E dison Interna-
tional.

Clayton comes to Edison International from 
ThinkCure, the official charity of the Los Ange-
les Dodgers, an organization that she has been 
leading for the past three years. ThinkCure is 
an innovative, community-based nonprofit that 
raises funds for cancer research.

Prior to joining ThinkCure, Clayton had a 
distinguished career at the Los Angeles Times 
as a key member of the newspaper’s leader-
ship team. S he held numerous positions there 
including editor of the editorial pages where she 
determined the Times’ official opinions, and Cal-
ifornia section editor where she ran the largest 
news staff at the newspaper.

Clayton has received many accolades for ex-
cellence in her profession, including recognition as the editor of two Pulitzer Prize-winning series. She holds a bachelor’s 
degree in journalism from the University of Southern California ■

Edison International Elects 

Janet Clayton 
as Sr. Vice President of Corporate Communications 



Editor’s Page    Angela M. Cranon

Isn’t it interesting how cuts are be-
ing made in education and employ-
ment -- two of the most important ele-
ments to sustaining a certain livelihood 
– like food on the table?

 It is mind boggling to see both de-
crease at the same time, and yet, the 
question still remains can you have 
one without the other?  This brings me 
to my key point. Is a college degree 
necessary to get a job?

Based on the Department of E du-
cation’s report on the P rojections of 
Education S tatistics to 2019, seeking 
a degree is on the rise, but is expected 
to fall by 2019. According to this docu-
ment, “The projection of enrollment 
levels is related to college-age popula-
tion, disposable income and the unem-
ployment rate.” What a combination.

However, some of the most impor-
tant factors to determine this, which 
were not included in the study, were 
“cost of a college education, the eco-
nomic value of an education, and the 
impact of distance learning due to 
technological changes”.

While the number of students seek-
ing a college degree rose from 1994 
to 2008 by 34 percent, the projected 
increase from 2008 to 2019 is an es-
timated 17 percent, half the percent 
from years earlier. 

Based on statistics gathered from 
the Bureau of Labor Statistics Data, the 
unemployment rate at the end of 1994 
was 5.5 percent and in 2008, 7.7 per-
cent.  Today the unemployment rate is 
9.9 percent. Here’s where the drop of 
a college education begins. But why? 

Statistics may indicate that less 
people will pursue a college degree 

based on the correlation of the in-
crease of the unemployment rate. 
However, what needs to be seriously 
considered is whether or not employ-
ers will take this into consideration 
and therefore, hire those without a de-
gree?

Not likely. 

Therefore getting a college de-
gree is important with or without an 
elevated unemployment rate, particu-
larly because jobs being created today 
center around technology and busi-
ness. These are learned trades, and 
therefore, employers will be looking 
for skilled employees. Even if you were 
born with the talent of being techno-
logically savvy, you will still not be able 
to get into the door without a degree.  
You must have that piece of paper.

Inhale all of these statistics because 
while these projections are real, so is 
the fact that employers will be very se-
lective as the hiring market opens. It is 
difficult to go to school when finances 
are to a minimal, but there are a variety 
of grants, work study programs, and 
avenues to pursue to finance college 
and to look for employment.

 In addition, with the rise of online 
learning, classes can be taken at the 
convenience of a student.  By day look 
for a job, by night, study. Do not say it 
can’t be done because you need food 
on the table. No matter how you look 
at the situation, your circumstances, 
and the overall economy, getting a job 
that will provide the necessities of liv-
ing for the future will and does require 
getting a degree or trade certification. 

With all of this considered, should 
race be factored into the equation. It 
can, but why? What matters is which 

race is taking advantage of their unem-
ployment circumstance or uneducated 
status to become more marketable, 
even with budget cuts.

No excuse will outweigh the re-
quirements needed to get a job. S o 
today, take this step to become more 
educated and to become more em-
ployable.

According to the National Center 
for E ducation S tatistics, some of the 
more popular bachelor degrees in-
clude business, social sciences, histo-
ry, health sciences, and education. At 
the master’s level, students are seek-
ing degrees in education and business.  
Doctorate degrees were conferred in 
the fields of health professions and 
related clinical sciences, education, 
engineering, biological and biomedi-
cal sciences, psychology and physical 
sciences. 

As a professor of 11 years and an 
online instructor for the past three 
years, personal observation has led 
me to share this information with you. 

Now go and….Make it a great day!

  ■

Degree, No Degree – Job, No Job?
Does it make a difference?
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Commentary Page     By Luis Gonzales

Think twice before 
recommending a friend

S
o, you want to refer a friend? Even though it 
seems like a small favor in a tough job market, 
it’s important to move carefully before recom-
mending a friend to someone in your profes-
sional networ	

k. Referring a friend to a former colleague or someone in 
your network is simple for most peo-
ple, but if your friend is less than stel-
lar at the job, it can backfire on your 
own career. Because you know your 
friends from a mostly social perspec-
tive, vouching for them on the job 
may affect your credibility. 

Consider the following: 

Referring someone whom you’ve 
met just a few times or haven’t been 
in contact with in years could be 
risky. Before you press “send” and 
pass on their résumé, evaluate what 
you know about the person and how 
they act in the workplace. Do you 
know the person well enough to rec-
ommend them?

Find out as much as you can 
about your friend’s   employment 
history before sending out a recom-
mendation. Think about it objectively 
before making a decision. Don’t refer 
the friend if your friend’s general em-
ployment history is spotty for reasons 
you know to be negative. Should your 
friend get a negative reputation on 
the job, it could put you in an uncom-
fortable position.

Even if you just casually want to put your friend in touch 
with a current or former boss, this could result in the com-
pany asking for a formal referral. Consider whether you’d 
want  that employer to contact you concerning your friend. 

It’s easy to empathize with a job seeker, but formally vouch-
ing for his skills on the job is a more serious decision. 

Sometimes there are other more personal reasons for 
asking that your name not be mentioned. Your own reputa-
tion at the company or with a former boss can influence 
how your recommendation is perceived. Your friend may 
be better off pursuing the job on his or her own. So even 
if you’re totally positive about your friend, recommending 
him or her may still not be your best bet.

Before making a recommendation, think what your 
working relationship would be like down the road. Before 
passing on his résumé, think carefully about how it could 
affect your career.  ■
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Y
ou’ve heard the phrase “Dra-
ma Momma”! On the job, it 
means conflict so stay away! 

Not so fast gentlemen, this 
means you too.

There is nothing worse than getting 
caught up in workplace drama. If you 
want to keep a clean image and a pro-
fessional reputation stay as far away as 
you can from people who enjoy drama 
on the job. Conflict, jealousy, and gos-
sip equal disaster.

Many who engage in such 
acts are generally bored with 
life, envious, or out to sabotage 
someone’s reputation. They 
are generally unhappy 
or hostile individuals 
out to make everyone 
else’s life miserable. 
If you find yourself 
caught up in this 
drama, you will 
also find yourself in 
the same pitiful posi-
tion, and maybe even 
out of a job.

Just remember, there is 
no positive outcome in of-
fice drama so run! Compe-
tition is healthy in the work-
place, but drama is not.

Do not taint your image by getting 
involved or even hanging out with a 
drama king or queen. This may be dif-
ficult, especially if you are the target. 
See the circumstance for what it is and 
stay professional. It can sneak up on 
you so be aware of who enjoys stir-
ring up trouble, and then sitting back 
and watching the show. It is really not 
difficult to identify this person; he/she 
usually has established a reputation. 
However, be careful how you handle 

the workplace drama or you may find 
yourself as an outcast by default.  

Here are ways to avoid it and keep 
your status intact and reputation clean. 

• When you find yourself engaged 
in a conversation with the drama king 
or queen, make the conversation gen-
eral. Never focus on an individual or 
feed the negative tone.

• When the conversation begins to 

turn into a gossip column, gracefully 
close the conversation by getting back 
to work or turn the conversation into 
something positive. For example, “Did 
you hear that Betty is up for a promo-
tion when she just got the job?” You 
can reply by saying, “Wow that says a 
lot about the company and that man-
agement is willing to recognize hard 
work. That could be you or me some 
day and wouldn’t that be great?”

• If you are being harassed via email 
by the person that wants to create dra-
ma in the workplace, be sure to save the 
emails written to you and if you must 
respond, be brief and to the point. For 
example you can state that you would 
love to talk, but you are working on a 
project. Or, state that you would pre-
fer that management handle the issue. 
Or, mention that using company time 
to email non related work would not 
be beneficial to either of you. S ome-
times avoiding the emails will not work, 
which could cause conflict and tension 

among you and that person, 
which could create drama in 
the workplace. S o address 
the issue professionally, but 
keep the emails in case you 

are ever accused of stir-
ring up conflict.

• With this said, it 
is important not to, 
however, encourage 
the person to talk to 
you about any office 

drama. J ust let them 
know that you come to 
work to work and not to 
get involved in any of-
fice politics. Be polite 
and smile as you say it. 

• When you see a 
circle of people, go the other way. Do 
not get trapped into joining the circle, 
which looks like a witch hunt. Instead, 
if invited, mention that you must get 
back to work and you’ll talk with them 
later. Remember it is not enough just to 
avoid the trouble-maker, but you must 
stay friendly and keep your distance.  

• S tay stern and confident. Never 
let them see you sweat. Avoid a situ-
ation that has a potentially negative 
outcome. You are not being wimpy, 

Workplace Drama…Stay away!
                    By Angela M. Cranon, M.A.  

continued on page 58
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You should have a closing state-
ment prepared for when the interview 
is over. It should be a brief statement 
that summarizes your experience and 
strengths as they relate to the require-
ments for the job.  This is the time to 
sell yourself. 

 Don’t ask for the job in your closing 
statement, especially if this is your first 
interview.  There is no way they know if 
there are going to hire you after meet-
ing you for the first time. If they want 
you to have the job, then they will ask 
you. If after a second or third interview, 
it may be appropriate to ask for the 
job, but every interview and employer 
is different. 

 The best way to finish an interview 
is by showing a positive attitude that 
is complemented by poise and con-
fidence. Your exit is as important as 
your entry. You want to leave the inter-
viewer with a good and lasting image 
of you because the last picture in your 
interviewers mind is how you will be 
remembered. Your interviewer will take 
notice of your body language as you 
get up and walk out of the room. Hold 
your head up high and walk out of the 
room with confidence, like you were 
just offered the job.

Remember, these are closing state-
ments. Don’t ask questions here.  

“Thank you for taking the time to 
meet with me today. This sounds like 
an exciting opportunity and is exactly 
what I am looking for.  I believe that my 
work experience with Hewlett-Packard 
and my unique blend of technical prob-
lem solving and people skills makes me 
a good candidate for this position. I’m 
looking forward to the next step in your 
selection process.” 

 “I appreciate you 
taking the time to 
meet with me to-
day.  I believe that 
I have all the skills 
and experience 
you are look-
ing for in this 
position and 
that I would be 
able to make a 
valuable con-
tribution to your 
company. I al-
ready know a great 
deal about your prod-
ucts and will require little 
to no training and believe 
that I will be almost im-
mediately productive. I’m 
looking forward to hearing 
from you.” 

 “I enjoyed meeting 
with you today.  We cov-
ered a lot of ground 
this morning. I strongly 
believe that I can be a valuable asset 
to your company. I’m already an expert 
at selling and supporting your prod-
ucts through our reseller channels and 
having done so will allow me to hit the 
ground running in this position with 
little to no training.  I hope to hear from 
you soon.” 

“I appreciate you taking the time 
to meet with me today.  I believe that 
I am well qualified for this position as 
my current job responsibilities are very 
similar to this position. I’m confident 
that I can jump in and hit the ground 
running. I think I bring a vast amount of 
experience and skills to the table and 
that I would be a valuable asset to your 
company. Thank you – and I look for-
ward to hearing from you soon.” 

Interview Follow-Up 

There are several ways to follow-
up after the interview.  Make sure you 
don’t follow-up with your interviewer in 
the same day unless you want to drop 
them a thank you email. Your best bet 
is to ask the interviewer when they plan 
to make a decision or conduct second 
interviews. Armed with this knowledge 
will help you follow-up at an appropri-
ate time. For example, if the interviewer 
says she will be conducting interviews 
for the next two weeks and you follow-
up in the next two days, all you’re doing 
is demonstrating your lack of compre-
hension. Time your follow-up appropri-
ately to the interviewer’s schedule.   

Secrets of Following-Up 
After the Interview
By Amy Sawyer  

continued on page 48
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Prudential Financial

Gale Britton
Vice President, Recruiting and Selection, Agency Distribution

By Diane Westmoreland, MSW

G
ale Britton, a re-
markable woman 
with an equally re-
markable career. 

From the moment she first 
spoke she exuded confi-
dence, intellect, wisdom and 
finesse.  G  ale was born in 
New York City to Ernest and 
Alease Britton. She is from a 
small traditional intact family 
with one older sister, Joyce. 
That is pretty rare since both 
parents were from large 
families; her father was one 
of twelve and her mother 
one of sixteen. Needless to 
say she had a large sup-
portive extended family.  Her 
parents moved to New York 
from rural Virginia which is 
where Gale spent many en-
joyable summers.   Though 
her parents had no formal 
education they instilled the 
value of education in their 
young daughters and insist-
ed that they attend college.

As a young girl, some 
of her mentors were aunts, 
cousins and teachers. A 
favorite mentor, “Cousin 
Laverne” lived in New Haven, Con-
necticut. She was a very independent 
woman, a guidance counselor   in the 
New Haven school system. She visited 
Gale’s family frequently and toured the 
city with G ale. S he still remembers 
her fondly as a great role model.  She 
learned different attributes from her 
mentors such as how to carry herself 
in all situations and the development of 
senior management skills.

Following high school G ale, after 
initially attending CUNY in New York, 
entered and graduated from the State 
University (SUNY) of New York at Buf-
falo.  After graduation, Gale obtained a 
position at Bloomingdale’s where she 
honed her skills for six and a half years.  
Soon Bloomingdale’s competition, 
Macy’s, wooed her and she obtained 
another excellent career opportunity.  
Amazingly, she was in her mid-twen-
ties.  She excelled in management and 
leadership skills.  

Gale joined Prudential in 
1998 when they were under-
going a good deal of change 
in their Human Resources 
Department. A good friend 
of Gales worked in Pruden-
tial’s Legal Department and 
referred G ale to this career 
opportunity.  The two friends 
worked together at both 
Bloomingdale’s and Macy’s.    

She attributes her suc-
cess to the G olden Rule.  
Before she makes decisions 
she asks herself questions 
such as, “how do I bring 
employees aboard and also 
is this something if asked, 
I would do? How would I 
want to be asked? How 
would I want to be man-
aged? Am I managing as I 
want to be managed? ” She 
places a great deal of em-
phasis on listening to her 
employees and making sure 
that their input is validated.  
This method has served her 
well.

Additionally, Gale asserts 
that one must always be 

prepared to work hard and then sub-
sequently learn to work smart.  S  he 
stresses the importance of being resil-
ient, adaptive and flexible.  She advises 
that in the workplace, make sure that 
you perform well, that someone notic-
es your value, and self-promote when 
appropriate. She warns that in life and 
business, success will not happen as 
quickly as a keystroke.  She notes that 
younger generations sometimes lack 

continued on page 52
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J
ust as the sweaty palms have 
started to cool; the butter-
flies in the tummy have flown 
away; and the nervousness 
in your throat has calmed, it 

all returns right before you give that fi-
nal handshake and say your 
goodbyes to the person 
that holds the key to your 
future.  E  verything you felt 
at the beginning of the in-
terview returns. Why does 
this happen? Because you 
do not know what to say at 
the closing of the interview! 
Therefore, you are not con-
fident that you landed that 
job.

Echoed at 98 percent of 
interviews, the famous final 
words – “Well is there any-
thing you’d like to add?” 
The answer should never be 
NO! You should always have 
something to say at the end 
of an interview. If you do not, 
then your interviewer thinks 
you did not listen to anything 
that was said.   Why? Be-
cause most interviews have 
a built in follow-up question, 
usually several, that you, as 
the interviewee are expect-
ed to ask somewhere within 
the interview. Nodding your 
head and showing off that 
big pretty smile are just not 
enough signals to get the 
job, even if you are qualified.

Employers want to know 
that you are a good listener, curious, 
and a thinker. Remember, these fol-
low up questions are built in and need 
some sort of response from the inter-
viewee. 

What To Do?

Show (not literally) the employer 
you came with your own list of ques-
tions to learn more about the company 
that of course, could not be answered 
on their website or in literature, which 

you should have already read. 

Another strategy is to ask questions 
about how the job was handled by the 
last employee? What was most signifi-
cant to the company? What needs to 
be changed or done that would greatly 
benefit the company?  

If the conversation gets relaxed and 
has turn to personal interests, and you 
have something in common, make it 
known. However, do not get too re-
laxed and avoid diving too deeply into 
the interviewer’s personal life. 

To get prepared with 
follow-up questions take 
notes as the interviewer is 
talking. They like to see that 
you are taking an interest 
and making note of impor-
tant elements about the job. 
Do not, however, enter into 
an interview and ask for a 
piece of paper and a pen 
to write with. You might as 
well turn around and go to 
the closest burger joint and 
indulge in your sad food be-
cause you would have lost 
that job before you uttered 
your first words. 

Moving right along, 
be ready to ask follow-up 
questions when appropri-
ate. You do not have to wait 
until the end of the inter-
view. You should ask the 
follow-up question while on 
the topic. However, if you 
cannot appropriately inter-
ject your own thoughts into 
the conversation, just wait 
patiently, listen well, and 
then when the interviewer 
asks that famous question, 
say yes, I have a few follow-
up questions. 

Warning:

Warning I: Be sure to make it known 
that you have follow up questions. Try 
not to wait until the interviewer says 
“Well, if you don’t have anything else, 
that should be all for today. Thanks for 

Closing the Interview
By Angela M. Cranon, M.A.  – Editor-in-Chief 

continued on page 50



J
ames Colon will be the first to 
admit that his ascent up the 
corporate ladder at Toyota 
Motor S ales USA, Inc. over 
the past 31 years has not 

been easy. Hard work, determination 
and passion for his chosen 
career path have been the 
markers for success. But be-
fore the opportunity present-
ed itself at Toyota, one of the 
world’s leading automakers, 
Colon, a Toyota vice presi-
dent for product communica-
tions, said a good education 
was the first step. He gradu-
ated from Manchester Col-
lege in North Manchester, 
Ind.,  in 1974 with a degree in 
economics and business.

“When young people ask 
Colon for career direction and 
the prospects of working for a 
company like Toyota, he en-
courages them to pursue a 
good education. “That’s the 
first step in preparation,” he 
said.. “Then, I encourage ca-
reer prospects to try to find 
their passion because a busi-
ness career is going to be a 
long haul, not a sprint. I tell 
them they’re going to have to 
be patient because careers 
take time to develop. P a-
tience and perseverance are 
keys to success. Everything will not go 
right in business every day.”

As for seniors in college on the 
verge of graduation, Colon   encour-
ages them to get some “real world” 
business experience.

“Figure out how to get that experi-
ence, making contacts; reach out to 

professionals in business. If it’s the 
auto business, talk to people in the 
industry, learn how they do what they 
do. You will learn so much,” he said. 

Colon began his career at Toyota 

as many had before him---as an entry-
level management trainee in Toyota’s 
sales training program.  

“That’s where I initially applied for a 
position,” he said. “I had to find where 
I fit in the company, what I was pas-
sionate about. I was impressed by the 
company growth plans, and the oppor-
tunity at Toyota at the time just looked 

liked a really good fit for me.” The well-
oiled phrase, “preparation meets op-
portunity”, also rang true for  Colon. As 
a college business major, the courses 
he took in sales and marketing tech-
niques and sales approaches, pro-

vided a solid foundation for a 
sales career.

Colon’s childhood experi-
ence in the blue collar, work-
ing class town of G ary, Ind., 
growing up in the midst of 
steel mills, and   automobiles 
at his father’s auto repair hub 
also helped shape his ca-
reer move to Toyota. Being 
around cars for most of his 
formative years, in hindsight, 
he recalled, served only to 
strengthen his ambition years 
later when opportunity pre-
sented itself at Toyota. 

	 Colon, who was born 
in Chicago, but grew up in 
Gary, a place where he said  
men would get up in the 
morning and go to work to 
take care of their families, 
helped infuse in him a strong 
work ethic to provide for his 
wife of 16 years, Ladora, and 
two sons --- Tyler and Miles, 
15 and 14 respectively. “The 
experience in Gary made me 
who I am today,” he said.

Early Years at Toyota

In the 1970s, African American em-
ployees at Toyota were far and few 
between. Black corporate officers 
then, were almost nil. But as the first 
faint calls for employment diversity in 
America began to ring forth, the hiring 
picture at Toyota and other corpora-
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Corporate VP says… 
Career at Toyota Has Been a ‘Good Fit’

By Jarrette  Fellows, Jr.

continued on page 46



D
ianne Boardley S uber, 10th 
President of S aint Augus-
tine’s College, assumed the 
presidency of the College on 

December 1, 1999. Under her presi-
dency, the College has experienced 
increased enrollment, reinstituted 
the football program, fielded a 
marching band, expanded the 
adult learners program, estab-
lished innovative degree granting 
programs to include Biomedical 
and S cientific Communication, 
Criminal Justice Forensic Science 
and the Center for Real Estate De-
velopment and Property Manage-
ment and reinstated the dual de-
gree program in E ngineering with 
North Carolina State University. 

The first female to lead the insti-
tution, Dr. Suber is an experienced 
educator and administrator with 
over 30 years of teaching, consult-
ing and administrative experience 
in preschool and higher education.  
She has served as a classroom 
teacher; elementary and middle 
school principal, university profes-
sor and consultant to several national 
educational organizations. Prior to as-
suming the helm at Saint Augustine’s 
College, Dr. Suber held administrative 
positions of increasing responsibility at 
Hampton University in Hampton, Vir-
ginia, including:  vice president for ad-
ministrative services; assistant provost 
for academic affairs; assistant provost; 
dean of administrative services; and 
adjunct professor of E ducation in the 
Graduate College. Dr. S uber received 
a bachelor of science degree in early 
childhood education from Hampton 
(Institute) University, a master’s of 
education degree in curriculum devel-
opment from the University of Illinois-
Urbana and a doctorate of education 

degree in educational administration 
from Virginia Polytechnic Institute and 
State University in Blacksburg, Virginia.  

Dr. S uber was appointed to serve 
on P resident Obama’s   Board of Ad-

visors to the White House Initiative on 
Historically Black Colleges and Univer-
sities and was also appointed to serve 
on the S ecretary of E ducation’s His-
torically Black Colleges and Universi-
ties Capital Financing Advisory Board. 
Dr. S uber serves as a Commissioner 
for the American Council on E duca-
tion (ACE) Commission on Women in 
Higher Education (OWHE) and serves 
on the National Collegiate Athletic 
Association(NCAA) HBCU S teering 
Committee. President Suber presently 
serves on the Board of Directors of the 
Cooperating Raleigh Colleges (CRC); 
the Central Region of Wachovia Bank; 
the Central Intercollegiate Athletic As-
sociation (CIAA); the United Negro Col-

lege Fund; the National Association of 
Independent Colleges and Universities 
(NAICU); the Business and Technology 
Center; the G reater Raleigh Cham-
ber of Commerce; the Communities 
In S chools of Wake County; and the 

Marbles Kids Museum. Dr. Suber 
is a member of the United Negro 
College Fund’s Executive, Bylaws 
and Nominating Committees; the 
Association of Episcopal Colleges 
(AEC); the North Carolina Indepen-
dent Colleges and Universities, 
Executive and Nominating Com-
mittees; The Women’s Network of 
Wake County, Grants Committee; 
the Consortium of Doctors, LTD; 
the S outheast Raleigh Improve-
ment Assembly; the Blue Ribbon 
Committee on the Future of Wake 
County; the Rotary Club, and she 
is a member of the Delta S igma 
Theta Sorority. 

Dr. S uber was featured in the 
October 2005 issue of E ssence 
Magazine and in 2006, she was 
awarded The Willie E. Gary “Mak-
ing A Difference Award.”   The 

100 Black Men, Triangle E ast Chap-
ter, awarded Dr. S uber the E ducation 
Award at their 2008 G ala “A Tribute 
to Women,” and in 2010 Dr. S uber 
received the Dr. E ffie H. J ones Hu-
manitarian Award from the American 
Association of S chool Administrators 
(AASA).

Dr. S uber has two daughters — 
Nichole Reshan Lewis and her daugh-
ter Taylor Marie, who reside in Raleigh, 
North Carolina, and Raegan LaTrese 
Thomas, who also lives in Raleigh, 
North Carolina, with her husband, 
Farah, and their children, Nyjil Brevard 
Saint Thomas, and S amantha Ari Di-
anne Thomas.   ■

Saint Augustine’s College 
Dr. Dianne Boardley Suber

President
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M
. Christopher Brown II is 
the 18th president of the 
nation’s first historically 
black land-grant institu-

tion, Alcorn State University in Lorman, 
Mississippi. He is the former 
executive vice president and 
provost at the historic Fisk 
University in Nashville, Ten-
nessee, where he held the 
rank of university professor. 
Prior to this appointment, he 
served as dean of the Col-
lege of Education at the Uni-
versity of Nevada, Las Vegas, 
vice president for P rograms 
and Administration at the 
American Association of Col-
leges for Teacher Education, 
director of Social Justice and 
Professional Development 
for the American E duca-
tional Research Association 
(AERA), as well as executive 
director and chief research 
scientist of the Frederick D. 
Patterson Research Institute 
of the United Negro College 
Fund. Dr. Brown has held 
faculty appointments at The 
Pennsylvania S tate Univer-
sity, the University of Illinois 
at Urbana-Champaign, and 
the University of Missouri-
Kansas City. 

Dr. Brown earned a national repu-
tation for his research and scholarly 
writing on education policy, gover-
nance/administration, and institutional 
contexts. He is especially well known 
for his studies of historically black col-
leges, educational equity, and profes-
sorial responsibilities. Dr. Brown has 
lectured and/or presented research in 
various countries on six continents – 
Africa, Asia, Australia, E urope, North 

America, and South America. 
Dr. Brown is the author/editor of 

fifteen books and monographs – The 
Quest to Define Collegiate Desegre-
gation (1999), Organization and G ov-

ernance in Higher E ducation (2000), 
Black S ons to Mothers (2000), E q-
uity and Access in Higher E ducation 
(2002), S tudying Diverse Institutions 
(2003), Black Colleges (2004), Unique 
Campus S ettings (2004), Achieving 
Equitable E ducational Outcomes with 
All S tudents (2005), The P olitics of 
Curricular Change (2005), The Children 
Hurricane K atrina Left Behind (2007), 
School Matters (2007), Still Not Equal 
(2007), E bony Towers in Higher E du-
cation (2008), The Broken Cisterns of 

African American E ducation (2009), 
and The Case for Affirmative Action 
on Campus (2009). He is the author or 
co-author of more than 100 journal ar-
ticles, book chapters, and publications 

related to education and so-
ciety.

A former member of the 
South Carolina State Univer-
sity Board of Trustees, Dr. 
Brown lists among his many 
honors and awards, The 
100 Black Men of Charles-
ton 2002 Image Award, and 
the 2004 Pennsylvania State 
University Alumni Achieve-
ment Award. He received 
the 2001 Association for the 
Study of Higher Education’s 
Promising Scholar/Early Ca-
reer Award, the 2002 AERA 
Committee on S cholars of 
Color Early Career Contribu-
tion Award, the 2007 P hilip 
C. Chinn Book Award from 
the National Association 
for Multicultural E ducation, 
and the 2008 Association 
of Teacher E ducators Dis-
tinguished E ducator Award. 
His research has been sup-
ported by the Lumina Foun-
dation, Spencer Foundation, 

AT&T Foundation, the Pew Charitable 
Trusts, the Sallie Mae Fund, as well as 
other foundations and corporations.

Dr. Brown received his B.S. in el-
ementary education from South Caro-
lina State University and his M.S.Ed. in 
educational policy and evaluation from 
the University of Kentucky. He received 
a P h.D. in higher education from The 
Pennsylvania S tate University with a 
cognate in public administration and 
political science.  ■

Alcorn State University 
M. Christopher Brown II

President

26 27SUMMER 2011www.lovickcareer.com SUMMER 2011 www.lovickcareer.com



continued on page 54

28 29SUMMER 2011www.lovickcareer.com SUMMER 2011 www.lovickcareer.com

W
hen writing the first draft 
of your resume, you prob-
ably know it could be -- 
and should be -- stronger 

than it is. If you’re like many job seek-
ers, though, you might feel pretty mys-
tified as to which specific steps will 
lead you to more powerful content and 
a more attractive design.

Fortunately, boosting a bland re-
sume or simply polishing it 
before applying 
for a job isn’t 
as cumber-
some as you 
might expect. 
According to 
Evelyn S al-
vador, author 
of ‘Step-by-
Step Resumes,’ 
there are many 
simple, yet ef-
fective, tricks that 
can significantly 
strengthen your 
resume’s readabil-
ity, call to action, 
marketability and 
overall appearance.

In her book, S al-
vador recommends 
you take the following 
steps to improve a re-
sume before using it to 
apply for jobs:

1. Remove personal pronouns.

The subject (I, me or my) is under-
stood in your resume and you should 
leave it out of each sentence. If your 
resume contains any of these words, 
delete them and restructure your sen-
tences if necessary.

2. Check for action verbs.

Be sure each bullet in your “profes-
sional experience” section starts with 
an action verb or adverb preceding the 
action verb.

3. Delete redundant or superflu-
ous words.

Review each sentence or bullet and 
delete any words that your 
sen tence 

reads fine with-
out, such as “the” and “that,” 

as well as unnecessary “fluff” words. 
Edit down to the most concise sen-
tence possible without omitting any 
important content, such as achieve-
ments.

4. Include personal attributes.

Double-check that your primary at-
tributes are included in your “profes-
sional summary” section and that you 

didn’t leave out any important ones.

5. Ensure that all pertinent, tar-
geted qualifications are included.

Compare your resume to the de-
scription of the job you’re targeting. 
Is there any information you didn’t 

already mention that 
would address a func-
tion or need listed in 
the description? If so, 
revise your resume to 
include that informa-
tion.

6. Prioritize 
your bullets.

Review your re-
sponsibilities and 
achievements in 
each position 
and move the 
more impor-
tant, targeted 
ones closer to 
the top under 
each position.

7. Re-
move irrel-
evant infor-
mation.

Check to en-
sure that anything irrelevant or 

not directly related to your targeted 
goal is minimized, put toward the end 
or omitted altogether so that your re-
sume includes more relevant informa-
tion.

8. Subdivide and categorize bul-
lets.

If you have many responsibility and 
achievement bullets under each posi-
tion (say, more than 10), you can divide 
them into two categories (“responsibil-
ities” and “achievements”) and subtitle 

A Resume Checklist
By Diane Westmoreland, MSW
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I
n 1968, Mark Ridley-Thomas was 
a seventh grader at George Wash-
ington Carver Middle S chool in 
southeast Los Angeles. At Victory 

Baptist Church near his school cam-
pus, the Rev. Dr. Martin Luther King Jr. 
often preached and organized.

When asked if he remembers April 
4, 1968, the Los Angeles County su-
pervisor is visibly astonished, rightfully 
so, that such a question could be pon-
dered.

“Like it was yesterday,” said Rid-
ley-Thomas, 12 at the time. “When 
the news broke, people were moving. 
Activity exploded. There was no way 
not to know what was going on. It was 
clear by virtue of the fact that the entire 

nation was enveloped by this historic 
event, Dr. Martin Luther King’s assas-
sination.”

Los Angeles was still reeling from 
the Watts uprising of 1965, a five-day 
tragedy that left 34 dead.

“Things hadn’t fully settled down in 
this town,” Ridley-Thomas said in his 
soft spoken, no-nonsense demeanor. 
“This was the ’60s and all of what that 
represented.”

Integration and desegregation in 
L.A. schools were raging. At Carver, 
the youngster was selected for a sum-
mer program that sent him to The Cla-
remont Colleges’ campuses.

“I studied everything from astrono-

my to zoology, literally,” he said.

Ridley-Thomas spent fol-
lowing summers on other 
college campuses, tak-
ing classes with middle 
school students of vari-
ous minority groups.

“This was probably 
formative in terms of 
my consciousness,” 
he said, “in terms of 
coalition building and 
seeing the intrinsic val-
ue in all people. Later, it 
was not difficult to con-
nect that with nonvio-
lence and 

Pillar of Empowerment 

Mark Ridley-Thomas
 is a foremost advocate of neighborhood participation in government decision-making. Lucky for us his neighborhood includes USC

By Pamela J. Johnson

how it had revolutionary implica-
tions for how we could live and 

transform our society.”

The early opportunity 
put him on an accelerated 
educational track.

“I don’t recall being a 
straight-A student, but 

I did fine in school,” 
said Ridley-Thomas, 
the youngest of five 

children whose father 
was a construction work-

er and mother, a seasonal 
clerk for the Internal Reve-

nue Service. “If nothing else, 
I was a strong listener and 

had an aptitude for 

learning.”

At Manual Arts Senior High School, 
he participated in an integration pro-
gram that offered courses in other L.A. 
schools. Inspired by K ing, he already 
knew he wanted to focus on the social 
sciences.

“It was his voice, now unmistak-
able, that we heard on radios across 
the nation, giving his immortal speech, 
‘I Have a Dream,’” Ridley-Thomas said 
inside his satellite E xposition P ark 
Drive office, where a large bust of King 
near his desk seemed to be listening 
in. “I became a student of the philoso-
phy of Dr. Martin Luther King Jr. from 
that point on.”

He earned a bachelor’s degree in 
social relations and a master’s in reli-
gious studies from Immaculate Heart 
College in preparation for teaching. 
After receiving his P h.D. in religion 
with an emphasis in social ethics from 
USC Dornsife in 1989, he became an 
adjunct professor at USC, Claremont 
Graduate University and other univer-
sities, teaching in urban studies, public 
administration, ethics, the philosophy 
of King and other religious revolution-
aries such as Mohandas K . G andhi, 
Dorothy Day and Thich Nhat Hanh.

“The social content was there; I was 
already in that milieu,” he said. “It was 
the question of how to apply it.”

continued on page 56
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H
iring managers don’t want to 
hear a lot of things during an 
interview -- confessions of 
a violent past, a cell phone 

ring, a toilet flush. Yet job seekers have 
committed these interview gaffes and 
worse, according to CareerBuilder.
com’s annual survey of the worst inter-
view mistakes.

Hiring managers say don’t offer 
personal details that can be controver-
sial during an interview.

Odd behavior isn’t the only way to 
ruin your chances of landing a job. 

When hiring managers were asked 
to name the most common and dam-
aging interview mistakes a candidate 
can make, 51 percent listed dressing 
inappropriately. 

Forty-nine percent cited badmouth-
ing a former boss as the worst offense, 
while 48 percent said appearing disin-
terested. 

Arrogance (44 percent), insufficient 
answers (30 percent) and not asking 
good questions (29 percent) were also 
top answers.

To ensure your interview is smooth 
and error-free, follow these five tips.

• Do some research: When you 
walk into a job interview, knowledge of 
the company’s history, goals and cur-
rent activity proves to the interviewer 
that you are not only prepared for the 
interview, but also that you want to be 
a part of the organization.

• Don’t lie: If the conversation drifts 
to a topic you’re not knowledgeable 
about, admit you don’t know the an-
swer and then explain how you would 
go about finding a solution. Displaying 
your problem-solving skills is better 
than babbling about something you 
don’t understand.

• Keep it professional: Although in-
terviewers often try to create a com-
fortable setting to ease the job seeker’s 
nerves, business decorum shouldn’t 
disappear. Avoid offering personal de-
tails that can be controversial or have 
no relevance to the position, such as 
political and religious beliefs or stories 
about a recent break-up.

• Know what to expect: Expect 
to hear staple interview questions: 
“What’s your biggest weakness?” 
“Why do you want to work here?” 
“Tell me about yourself.” “Why did 
you leave your last job?” These open-
ended questions are harder to answer 
than they sound, so think about your 
responses before the interview.

• Put on a happy face: The inter-
view is not the time to air your griev-
ances about being wronged by a past 
boss. How you speak about a previous 
employer gives the hiring manager an 
idea of how you’ll speak about him or 
her once you’ve moved on.

Unfortunately, many job seekers 
are not only ignoring these tips, they’re 
making mistakes that leave unforget-
table impressions for all the wrong 
reasons. Here are 10 real-life examples 
from this year’s survey:

• Candidate answered cell phone 
and asked the interviewer to leave her 
own office because it was a “private” 

conversation.

• Applicant told the interviewer he 
wouldn’t be able to stay with the job 
long because he thought he might get 
an inheritance if his uncle died - and 
his uncle wasn’t “looking too good.”

• The job seeker asked the inter-
viewer for a ride home after the inter-
view.

• The applicant smelled his armpits 
on the way to the interview room.

• Candidate said she could not pro-
vide a writing sample because all of 
her writing had been for the CIA and it 
was “classified.”

• Candidate told the interviewer he 
was fired for beating up his last boss.

• When the applicant was offered 
food before the interview, he declined 
saying he didn’t want to line his stom-
ach with grease before going out drink-
ing.

• An applicant said she was a “peo-
ple person” not a “numbers person” 
-- in her interview for an accounting 
position.

• During a phone interview the can-
didate flushed the toilet while talking to 
hiring manager.

• The applicant took out a hair 
brush and brushed her hair.  ■

Top 10 interview mistakes
By Rosemary Haefner



Education

• Early education in the AM&N Col-
lege Laboratory S chools and Merrill 
High School.

• B.S. Mathematics, AM&N, M.S. 
Mathematics, University of Arkansas 
- Fayetteville; P hD. E ngineering Me-
chanics, Iowa S tate University; other 
studies in physics, mathematics, com-
puter science, and administration at 
Brown University, Oak Ridge Associ-
ated Universities, University of Okla-
homa and Harvard University.

Experience

• Classroom teacher of Mathemat-
ics and Physics for 33 years in various 
institutions in the United S tates, Mis-
sissippi Valley State University, AM&N 
College, Arkansas Baptist College, 
Iowa State University.

• Research Assistant in the E n-
gineering Research Institute at Iowa 
State; Administrative S pecialist, Na-
tional Aeronautics and S pace Admin-
istration Office of Advanced Research 
and Technology.

• Chair, Dean and currently Chan-
cellor at UAPB since November 1991.

Recognitions and Awards

• Prolific writer of speeches and ar-
ticles and has several publications.

• Recipient of many awards in edu-
cation, community service and lead-
ership; UAPB Distinguished Alumni 
Award; the P ACE  Award and a Dis-
tinguished Alumni Award from Iowa 
State University; Chancellor’s Medal 
for E xceptional Achievement and a 
Distinguished Alumni Award from the 
University of Arkansas at Fayetteville. 
Community Service

• Board member of the S outhern 
Regional E ducation Board (SREB), 
former board member of the J effer-
son Regional Medical Center, J effer-
son County Industrial Foundation and 
Federal Reserve - Little Rock Branch. 
Personal

• Native of Pine Bluff.

• Eldest son of AM&N/UAPB Presi-

dent, Dr. Lawrence A. Davis (1943-
1972).

• Married to E thel G rant (a former 
mathematics teacher in the Pine Bluff 
School District).

• Three children, (1 deceased) and 
nine grandchildren. ■
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University of Arkansas at Pine Bluff 
Dr. Lawrence A. Davis, Jr.

Chancellor
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S
idney A. Ribeau, Ph.D., is the 
16th President of Howard Uni-
versity and the sixth African 
American to serve as its Chief 

Executive Officer. Since taking office in 
August 2008, Dr. Ribeau has champi-
oned improving services to students 
through his Students First Campaign, 
strengthening research with emphasis 
in the STEM disciplines, enhancing the 
University’s international footprint and 
building upon a legacy of service.

He was President of Bowling Green 
State University (BGSU) in Bowling 
Green, Ohio, for 13 years before com-
ing to Howard. Under his leadership, 
BGSU was recognized for its resi-
dential learning communities, values-
based education and innovative grad-
uate programs.

President Ribeau began his career 
in 1976 as a professor of communi-
cation studies at California State Uni-
versity, Los Angeles. Eight years later, 
after being honored as an outstand-
ing teacher and student adviser, he 
became chair of the University’s P an 
African S tudies Department. He held 
that position until 1987, when he was 
named Dean of Undergraduate S tud-
ies at California S tate University, S an 
Bernardino. Three years later, he be-
came Dean of the College of Liberal 
Arts at California P olytechnic S tate 
University, S an Luis Obispo campus. 
In 1992, he was named Vice President 
for Academic Affairs at California State 
Polytechnic University, Pomona, a po-
sition he held until his appointment to 
BGSU.

On a national level, P resident Ri-
beau serves on the boards of the 
Teachers Insurance and Annuity As-
sociation-College Retirement E quities 

Fund (TIAA-CREF); Worthington Indus-
tries; and the Committee on Under-
represented G roups and the E xpan-
sion of the S cience and E ngineering 
Workforce Pipeline, under the aegis of 
the Committee on Science, Engineer-
ing and P ublic P olicy. He has served 
on the boards of the National Col-
legiate Athletic Association (NCAA), 
the United Way, the Regional G rowth 
Partnership, the Andersons Inc. (Mau-
mee, OH), and Convergys Corp. Some 
of his numerous honors include distin-
guished alumnus awards from Wayne 

State University and University of Il-
linois, scholarly recognition from the 
National Communication Association 
and the P resident’s Award from the 
National Association of S tudent P er-
sonnel Administrators.

President Ribeau received a B.S. 
degree from Wayne S tate University, 
and M.A. and P h.D. degrees in inter-
personal and group communication 
from the University of Illinois, Urbana-
Champaign. He and his wife, Dr. Paula 
Whetsel-Ribeau, are the proud parents 
of two daughters and one son. ■

Howard University 
Sidney A. Ribeau, Ph.D.

President
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D
r. G eorge C. Wright, noted 
African-American scholar, is 
the President of Prairie View 
A&M University, the second 

oldest public institution of higher edu-
cation in Texas.  Offering baccalaure-
ate, master’s and doctoral degrees 
through nine colleges and schools, 
Dr. Wright now leads the 130-year old 
HBCU with an established reputation 
for producing thousands of African 
American engineers, nurses and edu-
cators.  A member of the Texas A&M 
University S ystem, the University is 
dedicated to fulfilling its land-grant 
mission of achieving excellence in 
teaching, research and service.

A native of Lexington, K entucky, 
Dr. Wright received his bachelor’s and 
master’s degrees in history from the 
University of Kentucky and his doctor-
ate in history from Duke University.  In 
2004, Dr. Wright was awarded an hon-
orary doctorate of letters from the Uni-
versity of Kentucky.

His teaching experience began in 
1977 as an assistant professor at the 
University of Kentucky.  In 1980, he be-
gan teaching at the University of Texas 
at Austin where he would eventually 
become a full professor and the holder 
of the Mastin Gentry White Professor-
ship of Southern History.  After his first 
year at UT, he was voted one of the 
10 best faculty every year on the an-
nual list of the 10 Best and 10 Worst 
of 5,000 faculty.   He received the top 
teaching award in both the Colleges of 
Arts and Sciences, the Jean Holloway 
Award for Teaching E xcellence, and 
the top teaching award for the entire 
university, Lillian and Tom B. Rhodes 
Centennial Teaching Fellow, which 
garnered a $10,000 prize.  In 1993, he 
joined the faculty at Duke University 
as vice provost for undergraduate pro-

grams, director of the Afro-American 
studies program and held the William 
R. Kenan, Jr., Chair in American history.  

Since 1986, Dr. Wright has held a 
number of administrative positions 
and prior to joining the P rairie View 
A&M University family, Dr. Wright was 
Provost and Executive Vice-President 
for academic affairs at the University of 
Texas at Arlington.  

To his credit, Dr. Wright has au-
thored three books on race relations 
and numerous scholarly publications 
and been the recipient of numerous 
fellowships, grants and awards.   The 
Andrew W. Mellon Faculty Fellowship 

earned him a year at Harvard Univer-
sity to conduct research. 

Active in his community, Dr. Wright 
has served on numerous civic boards 
and is a current member of the Univer-
sity of K entucky College of Arts and 
Sciences Advisory Board.  He is mar-
ried to Valerie Ellison Wright, a journal-
ist, and together they had two children, 
Rebecca E llison Wright, who passed 
away in March, 2004, and Benjamin, 
a typical teenager who just graduated 
high school and will attend the Univer-
sity of Texas at San Antonio this fall.  ■

Prairie View A&M University 
Dr. George C. Wright

President



D
r. Robert Michael Franklin 
’75 is the tenth president of 
Morehouse College, the na-
tion’s largest private, four-

year liberal arts college for men.

Prior to Morehouse, Franklin was 
a Presidential Distinguished Professor 
of S ocial E thics at E mory University, 
where he provided leader-
ship for a university-wide ini-
tiative titled “Confronting the 
Human Condition and the 
Human Experience” and was 
a senior fellow at the Center 
for the Study of Law and Re-
ligion at the law school.

He provides commentary 
for the National Public Radio 
(NPR) program, “All Things 
Considered,” and weekly 
commentary for Atlanta In-
terfaith Broadcasting Televi-
sion. Franklin graduated P hi 
Beta Kappa from Morehouse 
in 1975 with a degree in po-
litical science and religion.  
He continued his education 
at Harvard Divinity S chool, 
earning a master of divin-
ity degree in Christian social 
ethics and pastoral care in 
1978, and the University of 
Chicago, earning a doctorate 
in ethics and society, and re-
ligion and the social sciences 
in 1985. He also undertook 
international study at the 
University of Durham, UK, as a 1973 
English Speaking Union Scholar.

His major fields of study include 
social ethics, psychology and African 
American religion.  An insightful educa-
tor, Franklin has served on the faculties 
of the University of Chicago, Harvard 

Divinity School, Colgate-Rochester Di-
vinity School and at Emory University’s 
Candler School of Theology, where he 
gained a national reputation as director 
of Black Church Studies.

He has served as program officer 
in Human Rights and Social Justice at 
the Ford Foundation, and as an adviser 

to the foundation’s president on future 
funding for religion and public life ini-
tiatives.

Franklin also was invited by Ameri-
can film producer J effrey K atzenberg 
to prepare an online study guide for 
the congregational use of The P rince 
of Egypt, a DreamWorks film (1999).  In 

1997, Franklin assumed the presidency 
of the Interdenominational Theological 
Center (ITC), the graduate theologi-
cal seminary of the Atlanta University 
Center consortium. He served as the 
Chautauqua Institution’s Theologian in 
Residence for the 2005 season.

Franklin is the author of three 
books: Crisis in the Village: 
Restoring Hope in Afri-
can American Communi-
ties (2007); Another Day’s 
Journey: Black Churches 
Confronting the American 
Crisis (1997); and Liberating 
Visions: Human Fulfillment 
and Social Justice in African 
American Thought (1990).  
He has co-authored (Don S. 
Browning,et. al.) a volume 
titled From Culture Wars to 
Common G round: Religion 
and the American Fam-
ily Debate (2001). He is the 
co-editor of the forthcoming 
The Cambridge Companion 
to Martin Luther K ing J r., 
published by Cambridge 
University Press.

Active in a range of or-
ganizations, Franklin is a 
former trustee of the Jessie 
Ball duPont

Fund (Jacksonville) and a 
member of the Atlanta Ro-

tary Club, the K appa Boule of S igma 
Pi Phi fraternity and the 1999 class of 
Leadership Atlanta.

He has served on the boards of 
the Community Foundation of Metro 
Atlanta, J oint Center for P olitical and 

Morehouse College 
Dr. Robert Michael Franklin ’75 

President
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Savannah State (SSU) 
Earl G. Yarbrough, Sr., Ph.D.

President
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L
ooking for a university expe-
rience that will add value to 
your academic, cultural, social 
and personal growth?   Then, 

look no further than S avannah S tate 
University (SSU).   

Founded in 1890, Savannah State 
is the oldest public historically black 
college in Georgia, the oldest institu-
tion of higher learning in the city of 
Savannah and a senior, co-educa-
tional unit of the University S ystem 
of G eorgia.   The diverse, growing 
student body enjoys nationally rec-
ognized academic and athletic pro-
grams; comfortable, modern on-
campus residences that include two 
fully-furnished apartment complexes; 
and activities that range from student 
government to intramural sports and 
nine Greek fraternities and sororities.  
The vibrant Tiger S pirit covers ev-
ery acre of the SSU campus, nestled 
among moss-laden oak trees on a 
picturesque bluff between the popu-
lar Savannah Historic District and the 
beaches of Tybee Island.    

Students at S avannah S tate can 
choose from 23 undergraduate and 
five graduate programs in three col-
leges: Business Administration, Lib-
eral Arts and S ocial S ciences and 
Sciences and Technology.   The uni-
versity is home to the only Marine Sci-
ences program in Georgia based in a 
natural saltwater marsh setting, where 
students conduct research in a living 
laboratory of marshes, wetlands and 
the ocean.  SS U was the first HBCU 
in the country and first institution in 
the state of Georgia to offer a Bach-
elor of Arts degree in Homeland Se-
curity and E mergency Management.  
Dynamic mass-communications, ac-
counting and social work programs 
are also popular, as are the engaging 

lectures, cutting-edge research, excit-
ing study-abroad and networking op-
portunities provided to students each 

day in the warmth of a nurturing cam-
pus environment. 

Savannah S tate is committed to 
developing productive members of 
a global society through high-quality 
instruction, scholarship, research, 
service and community involvement.  
Under the leadership of President Earl 
G. Yarbrough, Sr., Ph.D., since 2007, 
the university endeavors to meet stu-
dents where they are in life — instill-

ing in each a high set of values and 
a sense of abiding respect for them-
selves and society.  SSU seeks to ed-

ucate all students who demonstrate 
the motivation, eagerness, potential 
and vision to seek and secure a better 
life for themselves and their families.    

Ask any of the thousands of suc-
cessful S avannah S tate graduates 
around the country — you can get 
anywhere from here!

For more information, visit us at 
www.savannahstate.edu ■



E
ducation: Bachelor’s degree, 
Albany State University; Mas-
ter’s degree and E d.S. de-
gree, Georgia State University; 

Ed.D. degree, Clark Atlanta University
 
Career Highlights:   Beginning his 

career as a public school teacher, Dr. 
Pritchett has worked his way through 
the administrative ranks, serving in 
such positions as athletics director; 
high school assistant principal; high 
school principal; and system level ex-
ecutive director, associate superinten-
dent, and deputy superintendent.  

Upon retirement from the public 
school sector, he accepted a leader-
ship role at Morris Brown College.   In 
2008, he was appointed as Acting 
President.  The Board of Trustees ap-
pointed him as the 18th permanent 
President of the College on March 18, 
2010.  Bringing to the position a wealth 
of leadership experience and organi-
zational effectiveness, he is committed 
to providing direction in restoring the 
school to its former status among His-
torically Black Colleges and Universi-
ties.  

To that end, he and a dedicated fac-
ulty and staff have, over the past four 
years, succeeded in increasing student 
enrollment, implementing a more rel-
evant academic program which better 
serves the needs of a diverse student 
population, securing an arrangement 
to offer on-line courses to students, 
and laying the groundwork for the 
school to regain its accreditation.  

Having earned recognition as the 
DeKalb County, Georgia, School Sys-
tem’s first P rincipal of the Year and 
leading his high school to be recog-
nized at a National Drug-Free S chool 

and a G eorgia S chool of E xcellence, 
Dr. Pritchett has dedicated himself to 
making a difference in the lives of oth-
ers.   He believes that as educators, 
“we...must teach students to discover 
the opportunities which will enable 
them to achieve their dreams and as-
pirations,” and this is why he works 

tirelessly at Morris Brown College. His 
efforts recently in providing effective 
leadership has led to being named to 
the Who’s Who in Education as one of 
Atlanta’s Top Education Leaders,2010 
and as a member of Leadership Atlan-
ta Class of 2011.  ■

Morris Brown College  
Dr. Stanley J. Pritchett, Sr.

Acting President
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tions in the U.S. began to change from 
a social perspective. It was readily ap-
parent as Toyota going into the mid- to 
late ‘70s as increasing   opportunities 
became available for African Ameri-
cans at the auto dealer in both its man-
ufacturing plants and  auto dealerships 
nationwide. 

Colon said the first wave  of  Afri-
can Americans ushered into construc-
tive roles at Toyota were involved in a 
myriad of change. “[These] were the 
first African Americans entering the 
corporation in a productive role. That 
was the first dramatic change” at Toy-
ota, said Colon, who was a part of that 
charter group, and went on to become 
a corporate vice president in 2001, 21 
years from the day he embraced a ca-
reer at the Colon automotive giant in 
1980.

Colon said his success at Toyota has 
been a “fairly long story.”  He has held 
various roles at Toyota regional offices 
and at TMS headquarters in Torrance, 
Calif., including general manager for 
the Portland Region, general manager 
for the Chicago Region and vice presi-
dent of sales and dealer development 
for the Lexus Division. Most recently, 
Colon served as vice president of sales 
for the Toyota Division where he was 
responsible for sales support for Toyo-
ta’s regional offices, public companies 
and private distributors.

“You never know where opportuni-
ties will come from,” he said. “That’s 
why you must be willing to work hard 
when serving in a leadership role. You 
must have vision, a [unique] skill set in 
terms of leadership, and understand 
where the company is going.”

Today, Colon, 58, serves Toyota 
gathering and managing   information  
and promotion initiatives for Toyota 
brand vehicles. He also oversees prod-
uct and sales training for the same. 
“This is a new [thrust] at Toyota. It 
started a year ago,” he said. “We need-

ed to strengthen Toyota’s message in 
the area of media.”

Uncertainties of Business

Toyota was right on point with the 
new media thrust to reshape its im-
age after taking a major hit more than 
a year ago when the company was 
embroiled in a gas pedal acceleration 
issue with it vehicles, suffering thou-
sands of auto recalls and a blemish on 
its record. The company corrected the 
problem and saw sales bounce back 
to peak performance, but as Colon 
already said, unexpected challenges 
arise in business and matters will not 
always go according to plan. 

That truism was never more clearly 
seen than when the Japanese Tokuga-
wa earthquake and tsunami---a disas-
ter of historic proportion---struck J a-
pan in April this year---would severely 
impact Toyota’s global outlook. The 9.0 
quake, the largest in J apan’s history, 
and fourth largest in history, spawned 
a massive tidal wave that wreaked un-
precedented devastation in Japan

“Who expected a major earthquake 
and a tsunami?” Colon asked. “The di-
saster was a very challenging episode 
to Toyota, and has impacted us from 
a production standpoint---the supply 
of auto parts. Many of Toyota’s sup-
pliers received major damage from the 
quake, and we haven’t able to [fully] 
resource those parts. The transition 
is occurring slowly. Inventory is pretty 
good in the U.S., but we are adjusting 
production.

Immediately in the wake’s after-
math, Toyota suspended production 
for a couple of days, Colon  said. “Here 
in the U.S., there were contingency 
plans, but it’s very difficult to plan for 
something like this.”

Before the temblor and tsunami, 
Toyota was already aggressively work-
ing in its manufacturing division creat-
ing automobiles that would lessen the 

pinch of rising gasoline prices at the 
pump, which may exceed $5 per gal-
lon before year’s end. 

“We have always been at the fore-
front making sure our customers have a 
choice of fuel efficient vehicles,” Colon 
said. “Since two-thousand, when gas 
was $1.99 a gallon, we’ve been selling 
the Toyota Prius Hybrid in the U.S. Our 
competitors [initially] looked at it as 
a science experiment. But, the P rius, 
with an electric motor, gets fifty miles 
to the gallon. We have sold them for 
the last 10 years in the U.S., and who 
needs that more that African American 
consumers.”  With that in mind, Colon 
said Toyota has also instituted a mar-
keting campaign specifically to African 
Americans. 	

Toyota has never been slack in the 
manufacture of gas efficient cars. The 
automakers popular mid size Camry, 
noted for its safety record and reli-
ability, is among the best selling cars 
in America. One of the Camry’s major 
selling points is its street average of 
twenty miles to the gallon.   

Looking ahead to the future in the 
auto industry, Colon said it’s going to 
be a challenge for all manufacturers. 
As for Toyota, he said, “There will be 
more hybrids, more plug-in hybrids 
operating in the normal mode, and the 
electric-only mode using electric bat-
teries.”

As for his 30-year contribution to 
Toyota and his legacy, Colon said: 
“Professionally, I’d like to be remem-
bered for opening doors and mak-
ing the path a little bit easier for Afri-
can Americans seeking to ascend the 
ranks of the automotive industry. 

“Personally, my legacy is my two 
sons. I want them to grow into strong 
African American men making a posi-
tive contribution to our society.”

■

Continued from page 22

Corporate VP says… Career at Toyota Has Been a ‘Good Fit’

T
he Honorable Hazel R. O’Leary 
was named the 14th President 
of Fisk University on August 16, 
2004. Founded in 1866, Fisk is 

Nashville’s first university. U.S. News 
and World Report ranks Fisk as a tier 
one school among the 1,400 accredit-
ed colleges and universities the 
in the nation. Fisk, a liberal arts 
institution, is one of six histori-
cally black colleges and univer-
sities (HBCUs) listed in Forbes 
Magazine’s 2010 edition of 
“America’s Best Colleges.” Fisk 
has been ranked nineteen con-
secutive years in The Princeton 
Review’s “Best 373 Colleges.” 
Black E nterprise Magazine 
ranks Fisk as one of the top 
twenty universities for African-
Americans in the nation. The 
University houses an art col-
lection of over 4,000 pieces in 
its Carl van Vechten and Aaron 
Douglas Galleries and includes 
originals by Aaron Douglas, 
Picasso, Georgia O’Keefe, De-
muth, David Driskell, Winold 
Reiss, Diego Rivera, Renoir, Ja-
cob Lawrence and many, many 
others. Fisk students represent 
43 states within the U.S. and 
over 10 countries with alumni 
such as U.S. Congressman 
John Lewis and award-winning 
scholar and poet Nikki Giovanni.

President O’Leary is a former cabi-
net member, businesswoman, lawyer, 
and community leader dedicated to 
practical solutions in education, en-
ergy policy, national security, science 
and technology, economic productiv-
ity and sustainable development. Her 
bold leadership and prudent risk taking 
has led to action and positive change 
in each challenge she has undertaken 
during her professional career.

She was the first Energy Secretary 
to oppose nuclear testing. Through her 
leadership in the face of strong criti-
cism from the military-industrial estab-
lishment, she broadened the debate on 
testing within Government, the nation-
al laboratory system and the national 

security community, and thereby pro-
vided the technical basis for President 
Clinton’s decision to end nuclear test-
ing in the United States. That decision 
led to the agreement on the language 
of the Comprehensive Test Ban Treaty 
that was signed by 126 nations at the 
United Nations in September 1996.

Mrs. O’Leary is the first African-
American, the first woman, and the 
first energy executive to hold the Cabi-
net post of Energy Secretary. She was 
named “Person of the Week” by the 

ABC television network for her cou-
rageous decision to lift the veil of se-
crecy from decades-old information 
detailing government sponsored radia-
tion experiments on human subjects. 
In addition, she was the recipient of the 
Averell Harriman Award and named as 

one of 100 fearless women in 
the United States by Mirabel-
la magazine for her principled 
stand to end nuclear testing 
and secure nuclear materials 
globally.

Before accepting the chal-
lenge of heading the Depart-
ment of E nergy with 120 
thousand employees and 
an annual budget of nearly 
$21 billion, Mrs. O’Leary had 
proven management skills, 
garnered through 25 years of 
experience in energy and en-
vironmental policy and large 
project development. 

Mrs. O’Leary currently 
serves on the Board of Direc-
tors of ITC Holdings, Inc., CA-
MAC E nergy Inc., Nashville 
Business Committee for the 
Arts, the Nashville Alliance 
for Public Education, and the 
Nashville Opera. S he is also 
a member of the Frist Center 

for the Visual Arts, the Arms Control 
Association and Les Amis d’Escoffier 
Society. She previously served on the 
Board of Directors of the UAL Corpo-
ration, the parent company of United 
Airlines, S cottish Re, Ltd. (a financial 
services and reinsurance company), 
and AlChemix, ICF Kaiser Internation-
al, Inc., an international engineering, 
construction and consulting company 
and the AES Company, a global power 
producer. She has also served on the 
non-profit boards of the World Wildlife 
Fund and Morehouse College. ■

Fisk University 
Hazel R. O’Leary

President



You should also find out from your 
interviewer who you should follow-up 
with as it’s not always the interviewer. 

The purpose of the follow-up letter 
is to reiterate your interest in the job. 
This is also helpful to encourage the 
employer to respond. It is not uncom-
mon to speak to a com-
pany representative and 
send a follow-up letter 
to drive home key points 
in the conversation. 

Is sending a follow-
up letter necessary? No, 
but it can be a helpful 
tool in an aggressive job 
search campaign. K eep 
in mind that the major-
ity of job seekers tend to 
have a passive attitude, 
so staying aggressive 
and using follow-up let-
ters can help give you 
the edge.  

A follow-up letter is 
often synonymous with 
a thank you letter, but 
it’s actually a little dif-
ferent. In the job search 
process, a follow-up let-
ter is sent to a potential employer af-
ter you initially send your resume for 
review or after you have initially made 
contact with a company, but prior to 
the interview. However, for many jobs, 
the search process can take 3-6 weeks 
and this is where you can utilize the fol-
low-up letter. By today’s standards the 
follow-up letter can either be in printed 
form or simple text in the body of an 
email message.  

The follow-up letter should follow 
the same format and consistency of 
the cover letter. Your introduction will 
mention either your initial resume sub-
mission or a previous conversation re-
garding the position. It should include 

a few key points that demonstrate your 
qualifications for the position. Close 
the letter with an invitation for the inter-
viewer to contact you along with your 
contact information.

The Ideal Follow-Up Letter 

The ideal follow-up letter will be 
short, concise and to the point, gen-
erally with less content than even a 
cover letter.   It’s a good idea to send 
a follow-up letter if you have not heard 
from the company within 1-2 weeks 

after resume submission or contact. In 
some cases, you may have information 
regarding the submission/review dates 
of certain jobs or you may have spo-
ken to a company representative that 
let you know specific time frames for 
their job search. (Example: Company 
states in the job description that they 
are accepting resumes until May 20th). 
In these cases, let common sense pre-
vail and wait a few days after the clos-
ing dates before you send the follow-
up letter. 

Email is one of the easiest ways to 
follow-up with your interviewer, but 
timing is everything. After a few days, 
it would be OK to send an email to the 

interviewer thanking them for the in-
terview and basically reiterating your 
closing statement, but in a way that 
you are asking them how they are 
planning to proceed. Send your email 
on a Tuesday, Wednesday or Thursday 
morning around 9:00 AM. By this time, 
the interviewer has most likely read all 
their morning email and then your’s will 
pop in right on top. Avoid Mondays 
because they are hectic and avoid Fri-
days because they are a common day 
off. 

Calling the inter-
viewer on the phone 
is probably the best 
way.   Again, time 
your call on a Tues-
day, Wednesday, or 
Thursday morning 
around 9:00 AM. 
Try to avoid leav-
ing voice mail, but 
do so at your own 
digression. There is 
no right or wrong.  
But if you keep call-
ing and hanging up 
on the voice mail 
and that phone has 
caller-ID, well, it 
might look like you 
are a little too en-
thusiastic. 

If they answer 
the phone, then just 

say: “Hi Mr. Stevens, this is Josh Park-
er. I just wanted to follow-up with you 
on the technical writing position that 
we spoke about last week. Is this a 
convenient time you to talk?” You can 
also say the same thing if you wanted 
to leave a voice mail, but ask him to 
call you back at his convenience. 

Though somewhat outdated and 
old fashioned for job interviews, you 
can always send a printed thank you 
letter but it’s just a thank you and it 
does not give you the opportunity to 
follow-up or ask questions. If you are 
applying to a high technology com-
pany, avoid sending a “thank you” via 
postal mail and use email. ■
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coming.”  It is too late if you wait until 
the “Thanks for coming” line. 

Warning II: Do not conduct your 
own interview. Avoid keeping the inter-
viewer there another hour. Remember 
you are just making sure that the em-
ployer knows that you were paying at-
tention and listening. You want the em-
ployer to know that you are intuitive, 
inquisitive, and a good listener. 

Concern: Now if you had the 
chance to ask follow-up questions 
throughout the interview and the in-
terviewer has basically answered all 
of the questions you had, what do you 
do? This is where your skills of being 
all that you can be, responding on your 
feet, and being a quick thinker come 
into play. 

Walk into the interview with ques-
tions. Mark them off as they are an-
swered. You can ask the questions that 
were not addressed. However, if all 
have been addressed, then you must 
think of questions to ask while you are 
still listening to the interviewer so that 
you do not ask a question that has al-
ready been asked or have nothing to 
say at the end of the interview. The 
closing question does not have to be 
complex in any way. However, it must 

have meaning, relevance and qual-
ity to it. For example, if I were to start 
the job next week, what would be the 
company’s first goal they’d want me to 
achieve?  

Your job is to convince the inter-
viewer that you’re right for the job. 
Leave with a good impression.

Closing the Interview Review Tips:

• Take notes

• Never say, “No I do not have any 
more questions. You have basically 
covered it all.’

• Avoid getting to relaxed and per-
sonal. “Too” being the key word here. 

• Do not have more than 2 to 3 short 
follow-up questions at the end of the 

interview when the interviewer asks 
that famous question.

•	 If you have three questions, for 
example, avoid asking them back-to-
back. Ask a question, wait for an an-
swer. Ask a question, wait for an an-
swer. 

• Make your follow-up questions 
short and to the point.

• Ask your questions at the end, 
only if you did not have an opportunity 
to ask them within the interview.

• Even if you had a chance to ask 
follow up questions within the inter-
view, you must still have at least one or 
two questions before the famous clos-
ing line – Thanks for coming.

• Avoid appearing as though you 
are taking control of the interview – 
SIDE NOTE - you always want to be in 
control, but do not appear to be taking 
over – there is a difference. Ask your 
question, listen for the response, and 
then move on.

The closing of the interview is as 
important as the first impression. You 
want to close strongly. Asking the right 
questions will validate the strength of 
your resume. Also before leaving the 
interview, make sure the employer 
knows you are still interested in the 
position and that you can take it to the 
success level they desire. ■

Continued from page 20
Closing The Interview
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the patience to climb the corporate 
ladder with slow deliberate steps.

In addition to the mentors in her 
family, G ale acquired mentors in her 
company and as well as outside her 
immediate workplace environment. 
She exudes a magnetic personality 
and professionalism that garners sup-
port.  It is therefore not a surprise that 
mentors wanted to further her career.  
For those currently in the workplace 
she advises that one must ask “what 
role do I play?” and “what role do I 
want to play?”  

She further advises that one should 
take on difficult assignments. They 
are to be viewed as learning experi-
ences and stepping stones to further 
advancement.  G  ale asserts that ob-
stacles/opportunities have provided 
tremendous growth and learning ex-
periences. Sometimes one “learns the 

greatest lessons through adversity—
you are forced to grow—tap into your 
abilities and embrace change.” Addi-
tionally she states that valuable lead-
ership qualities are trustworthiness, 
honesty and absolute clarity about the 
vision for yourself, your department 
and your company.  “Good leaders say 
thank you both privately and publicly.” 
Her ideals concerning her employees 
are also important.  Loyalty, course di-
rection, and consideration of careers 
and personality of your team are vital.

Gale recently took on a new posi-
tion; this is hot off the presses – Vice 
President of Diversity and Inclusion for 
Agency Distribution.   In this capacity 
she develops, communicates and co-
ordinates the diversity and inclusion 
strategy.  This role will assist the Lead-
ership team in developing an inclusive 
workplace that reflects the diversity of 
our country and the communities we 
serve.  This position supports the firms 
overall vision around diversity and in-
clusion.   As the Chairman and CEO, 
John Strangfeld, has stated “our orga-

nization makes diversity and inclusion 
a priority and our way of doing busi-
ness.”  Gale hopes that all of her work 
helps to drive and cultivate the vision 
and goals of her firm.

Gale is affiliated with the Coalition 
of 100 Black Women, Association of 
Latina P rofessionals in Finance and 
Accounting. S he is a board member 
of trustees with P artners for Women 
in Justice; Partners provides pro bono 
attorneys and other support to wom-
en that are victims of domestic vio-
lence.  She is also active on the board 
of Wynona’s House that provides re-
sources for child victims of assault in 
connection with the prosecutor’s of-
fice.  

Gale Britton is a valuable, produc-
tive and innovative example of prin-
ciples, stamina and innovation and is 
worthy of profuse accolades. It is clear 
that Prudential has chosen one of the 
best and brightest professionals to fur-
ther their future vision and goals.  ■

Continued from page 18
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them as such under each position for 
easier reading.

9. Check for quantifying informa-
tion.

When reviewing your sentences, 
ask yourself, “Did I include how many, 
how much, how often, how big, how 
fast, how well and so on?” If not, go 
edit your sentences to include more 
specific, concrete information.

10. Verify that “CAR” and benefit 
info is included.

Do your achievements include the 
Challenge you faced, the Action you 

took and the Result? Be sure you show 
how well you performed these func-
tions and always include the benefit(s) 
to the company.

11. Vary bullet line length.

Try for a good mix of line lengths. 
Bullets are effective when they are a 
combination of one, two and three 
typed lines. Because it is important to 
show not only what you did, but also 
how well you did it and what the ben-
efits were to the company, information 
should be concise without sacrificing 
content or meaning. In this way, you 
will have an action-packed, achieve-
ment-oriented resume that is tightly 
and concisely written.

12. Check grammar, punctuation 
and spelling.

Spell-check your document in your 
word-processing program. P roofread 
several times. Be consistent in your 
use of capitalization and hyphenation. 
Be sure you have used correct gram-
mar and punctuation. If this is not one 
of your fortes (and it isn’t for many 
people), give your completed resume 
to someone you trust to proofread it for 
you.

Add more descriptive adjectives or 
adverbs where applicable. Check to 
see whether you can infuse any addi-
tional descriptors that show how well 
you performed your job functions.  ■

continued on page 66

Continued from page 28
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He taught high school before 
crossing over to advocacy as execu-
tive director of the Southern Christian 
Leadership Conference of G reater 
Los Angeles, where for a decade he 
worked on issues such as school 
desegregation, police misconduct, 
domestic violence, violence against 
women, dispute resolution, and edu-
cational programs for parents.

During his involvement in the Theol-
ogy in the Americas in the ’80s — an 
international progressive multiracial 
and religious movement — he met 
philosopher, author and activist Cor-
nel West. That meeting would launch a 
30-year friendship.

Ridley-Thomas never aspired to be 
an elected official, but felt the calling 

and has served on the local, state and 
county levels. From 1991 to 2002, he 
was a Los Angeles City Council mem-
ber. From 2002 to 2006, he served on 
the California S tate Assembly repre-
senting the 48th district, then joined 
the California State Senate represent-
ing the 26th district until 2008. That 
year he became the first African Amer-
ican man on the L.A. County Board 
of S upervisors. His 2nd district, with 
more than 2 million residents, includes 
the USC area.

In his satellite office near USC 
hangs a framed photo of Ridley-Thom-
as, West and talk show host and au-
thor Tavis S miley with an inscription, 
“Three Pillars of Empowerment.”

As an elected official, one of his 
greatest achievements has been es-
tablishing the E mpowerment Con-
gress, which promotes civic engage-

ment among neighborhood groups, 
residents, nonprofits, businesses, re-
ligious groups and community lead-
ers. In its annual Empowerment Con-
gress Summit hosted by USC in 2011, 
President C. L. Max Nikias spoke to 
the more than 1,200 attendees. The 
partnership — which celebrates its 
20th anniversary in 2012 — was the 
precursor to the Neighborhood Coun-
cil Movement and is a model for local 
elected officials nationwide.

When asked whether he would con-
sider serving in Washington, D.C., he 
paused before answering: “I have no 
prediction or projection as to where my 
journey is going to take me, said Rid-
ley-Thomas, who has two adult sons 
with wife Avis. “I just always think it is 
appropriate to be prepared.”  ■

Continued from page 31
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Economic S tudies, Character E duca-
tion Partnership, Congress of National 
Black Churches, P ublic Broadcasting 
of Atlanta, Atlanta Interfaith Broadcast-
ing, Demos: A Network for Ideas and 
Action, Faith Trust Institute (formerly 
the Center for the Prevention of Sexual 
and Domestic Violence) and the Fund 
for Theological E ducation. He is the 
past chairman of the board of the Re-

gional Council of Churches of Atlanta. 
In 2000, Mayor Bill Campbell appoint-
ed him co-chair of Atlanta 2000, the 
city’s official coordinating committee 
for Y2K activities and celebrations.

A seasoned traveler, Franklin has 
studied seven languages and visited 
Africa, Asia, Europe, the Middle East, 
and the Caribbean.   He is the recipi-
ent of a Ford Foundation grant to ex-
amine religion in public life in Asia and 
produced NPR commentaries based 
on this research. S ince 2003, he has 

served as a consultant for the Annie E. 
Casey Foundation.

Franklin is married to Dr. Cheryl 
Goffney Franklin, an OB-GYN physi-
cian who holdsdegrees from Stanford 
University, Columbia University School 
of Public Health and Harvard Medical 
School. He is the father of three chil-
dren: Imani Renee Franklin; Robert 
M. Franklin III and Julian Michael De-
Shazier, a 2005 Morehouse graduate.

■

Continued from page 40
Morehouse College 
Dr. Robert Michael Franklin 

but smart. Do not let your pride get in 
the way of turning the other cheek or 
refocusing. You are trying to keep your 
reputation intact and a paycheck com-
ing in the mail. 

• Let people say what they want to 
say, but document any written com-

ments that might be negative towards 
you if you are the target. Never confront 
the drama person who is stirring the 
pot, instead keep your distance, work 
professionally, and, if necessary, bring 
it to the boss’s attention. Reassure the 
boss that you are here to do a job and 
that you are focused on achieving the 
company goals. 

Since a “Drama K ing and Queen” 

are on every job, it is best to know how 
to deal with the person. However, if 
you fit this shoe, get it together. Leave 
the drama out of the workplace; use 
that energy to better yourself and to 
get ahead on the job.

Now go and make it a great day. ■ 

.

Continued from page 14
Workplace Drama
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